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CONCERNI NG PERSONNEL OVERVI EW

M. Chairman and di stingui shed nenbers of the Commttee,

am pl eased to appear before you today to testify on behal f of



t he outstanding nen and wonen of our Navy and Marine Corps Team
My office has policy oversight for all our personnel -- active
duty, reserve and civilian -- who conprise our Total Force.

This responsibility extends fromthe recruitnment of our future
forces, through training, retention, career oversight
managenent, and quality of life initiatives, to health care and

ensuring we provide the appropriate benefits to our retirees.

Wt hout question, our people are our nobst inportant asset.
You have heard that nunerous tines frommany different sources
inall Services —and it's true. W have the finest Arned
Forces in the history of this country. To nmaintain that quality
Sail or and Marine now and in the future, we nust provide for
t heir personal and professional growh, the ability for themto
support their famlies, an environnent safe fromdi scrimnation
and harassnent, sone type of stability in their lives, and
ensure their health, welfare, and quality of life needs are

bei ng net.

Anmerica's naval forces are conbat-ready |largely due to the
dedi cation and notivation of individual Sailors, Mrines, and
civilians. Recruiting, developing and retaining quality people
are vital to our continued success and are anong the

Departnent's bi ggest challenges. Meeting these challenges is



essential to long-termeffectiveness. W nust continue to put a
prem umon recruiting, retaining, and training the best people

our country has to offer.

RECRUI TI NG AMERI CA' S BEST AND BRI GHTEST

At the end of FY98, the Navy's end strength was 381, 502

active duty personnel and 94, 294 reservists. Active duty and
reserve Marines nunbered 173, 142 and 40, 842, respectively. The
downsi zing of the early/md-1990s is nearly conplete, and the
Department of the Navy is working to ensure that the nation's
youth are aware of the diverse and rewardi ng career
possibilities that naval service offers to Arerica's best and
brightest. Naval service stinmulates and chall enges young peopl e
while providing a solid foundation of "high-tech" training, life
skills, and | eadership experience at a relatively early age.
Al t hough the Navy and Marine Corps both net officer and enlisted
recruiting goals for their respective Reserve forces, recruiting
remai ns a challenge for the active duty Navy forces. Increasing
col l ege attendance, historically |ow unenpl oynent, and prol onged
econom c growh all conmbine to conpete with mlitary recruiters

for the limted pool of qualified enlistees.



The Navy experienced a recruiting shortfall of 6,892
Sailors in FY98. FY99 is equally challenging with the sane
conpetitive factors. In response, we devel oped a strategy to
address this environnment and help avoid an accession shortfal
in FY99. First, we boosted the nunber of recruiters by 25
percent, from 3,600 in 1998 to over 4,500 this nonth. Next, our
robusted advertising canpai gn enphasi zes that the Navy
represents a great career opportunity. W have further
enpowered our recruiters by increasing recruiting incentives,

i ncludi ng Enlistnent Bonuses, Navy Col | ege Fund, and bonuses
specifically targeted to attract general detail (GENDET)

Sailors. Likewi se, we included a | egislative request to

i ncrease the maxi mum enli stment bonus from $12, 000 to $20, 000,
whi ch should help attract enlistees in FYO0. Navy has al so used
shorter-termenlistnent contracts to attract young peopl e who
may not be ready to make a long-termcommtnent. These shorter
commtnments will get Sailors into the Fleet to evaluate the many
benefits Navy has to offer before deciding whether Navy is the

right career choice for them

Al t hough a high school diploma is an inportant validation
of ability to succeed, it is not the "be-all" or "end-all" of a
potential recruit's neasure of worth. Consequently, the Navy

i ncreased the maxi mum al | owabl e enl i st ment percentage of non-



Hi gh School diploma graduates (NHSDGs) fromfive percent to the
DoD limt of 10 percent earlier this year, though all of these
i ndi viduals nmust test in the upper categories. This initiative
aut hori zes the recruitnent of up to an additional 2,600 boot

canp entrants when their work experience and above average test
scores identify themas "Proven Perfornmers” and justifies their

adm ssi on.

Qur overall strategy appears to be working. FY99 remains a
chal | enge, but Navy has nmade goal for the first five nonths of
FY99. Despite the inpact of a strong civilian econony, the
Marine Corps net all of its recruiting goals in FY98 and is
continuing its success in FY99, extending an unbroken string of
recruiting success —both in quantity and quality —to 43
consecutive nonths. To continue recruiting quality nmen and
wonen, the Marine Corps maintains an effective and awar d-w nni ng
advertising program As young Anericans grow |l ess inclined
toward mlitary service, new approaches and nore resources nust
be applied to recruiting. To generate awareness and quality
recruiting |l eads, and to nake the Marine Corps nore attractive,
the Marine Corps expanded the use of high-profile marketing
opportunities. The Marine Corps is al so devel oping an Internet-

based systemto bolster both initial and followup recruiting



ef fectiveness. Likewi se, a CD-ROM product is under devel opnent
t hat gives conprehensive MIlitary QOccupational Speciality
information to help recruits make informed career decisions

before departing for boot canp.

RETENTI ON

Caring for Sailors, Marines and their famlies is central
to personnel retention and the overall readiness of the Navy-
Marine Corps team Quality of life, famly separation, pay
disparities with the civilian community, |ower advancenent
opportunity, and a strong civilian econony adversely affect

retention of Navy and Marine Corps personnel.

Enlisted Retention

Overall, enlisted first-termretention during 1998 was
approxi mately 32% for the Navy, which is about 6% bel ow t he
retention | evel necessary to support a steady-state Navy force
| evel. For FY99, Navy enlisted retention through February
stands at 28% for first-term 43%for second-termand 46% f or
third-term These conpare with steady state goals of 38% 54%

and 62% respectively. Overall enlisted first-termretention for



the Marine Corps was 21.6% which is the mnimumrate to sustain

the Marine Corps force structure.

Navy is pursuing a conmbination of initiatives, such as the
requested increase in the Selective Reenlistnment Bonus (SRB)
from $45, 000 to $60, 000 to boost retention figures. The Navy's
ongoi ng comnm tnent to adequately fund the personnel account
addresses |lingering concerns about tinely permanent change- of -
station noves, bonus paynents, and advancenment opportunities.

In addition, the Chief of Naval Operations' initiative to reduce
t he inter-depl oynent personnel tenpo will give Sailors nore tine
at hone. Finally, the President’s pay and conpensati on TRI AD
and special incentive pays and bonuses are inportant factors in
our efforts to stemthe tide of declining accessions and

insufficient retention.

Oficer Retention

During the past few years, reduced force levels partially
of fset the adverse inpact of Navy officer community shortages
whi ch, nonet hel ess, were exacerbated by high-tenpo worl dw de
operations. While the Marine Corps is neeting its end strength
requi renents now and will for the foreseeable future, retention

in aviation specialties is a concern. |In the Navy, retention in



all warfare officer areas renmains a concern. |nadequate Navy
retention only increases the personal sacrifices demanded of our
remai ni ng people as sea tours are | engthened due to personnel
shortfalls and increasing operational requirenents and
commtnments. Retention nust be inproved to neet officer manning
requi renents, particularly in surface warfare, special warfare,

nucl ear power, and Navy and Marine Corps aviation.

Surface Warfare. Despite a |arge reduction in the nunber of
shi ps since the Cold War "high-water mark" in the m d-1980s, the
Surface Warfare O ficer (SW) comunity i s experiencing
difficulty retaining enough senior |lieutenants and junior

i eutenant commanders to neet departnent head requirenents.
Current retention in the SWO community is 25% agai nst a manni ng
retention requirenent of 38% To reverse the SWD retention
trend, Navy | eadership is addressing waterfront quality-of-life
concerns and has proposed Surface Warfare O ficer Continuation
Pay. This initiative would pay surface warfare-qualified
officers up to $50,000 to remain in the comunity through their

tenth year of comm ssioned service.

Special Warfare. Historically, officer retention in Naval
Special Warfare (NSW comonly referred to as SEALs — for Sea,
Air, Land forces) was anong the highest in the Navy. Since

1996, however, the annual resignation rate has risen



dramatically. The SEAL retention rate at the critical seven-
year point has fallen to 58.2% from historical |evels of greater
than 80% The Navy is attenpting to address SEAL junior officer
retention problens with several incentives including a proposal
for NSWofficer continuation pay (targeting officers wwth 6-14
years of service) and proposed legislative relief fromthe
restriction on drawi ng nore than one Hazardous Duty | ncentive
Pay. Additionally, the Naval Special Warfare community

| eadership is conducting a thorough evaluation of its

organi zation in an effort to reduce personnel tenpo, inprove job
satisfaction, develop a nentoring program and expand

post gr aduat e educati on opportunities.

Nucl ear Power. The success of the Naval Nucl ear Propul sion
programis a direct result of quality people, rigorous selection

and training, and high standards.

FY98 retention was 27% for submarine officers and 21% f or
nucl ear-trained surface warfare officers. Currently, this is
adequat e because of our post-Cold War downsi zi ng. However,
nucl ear officer accessions and retention remain bel ow the
required | evel needed to sustain the future force structure.
Retention rates nust inprove to 38% for submarine officers and

24% for nuclear-trained surface warfare officers by FYOl to neet



steady-state manning requirenents. In its present form the

Nucl ear O ficer Incentive Pay programremins the nost cost-
effective neans of neeting current and future manni ng

requi renents. The authorization requested to extend the program
and increase pay limtations will provide the Departnment of the
Navy with sufficient programflexibility to address current and

future retention chall enges.

Avi ation. Navy pilot retention decreased to 39%in FY97 and
further declined to 32%in FY98. This trend is expected to
continue for the foreseeable future, and pilot retention already
falls short of the 35% aggregate level required to fill critical
departnent head and flight |eader positions. Naval Flight
Oficer retention is also declining, wth aggregate retention in
early 1999 at the mninmally acceptable | evel of 38% \Wile
continuation of md-level officers represents our greatest
aviation retention challenge, there has al so been an increase in
resignations of nore senior aviators, particularly due to

i ntense conpetition fromprivate industry. The Marine Corps is
al so experiencing aviation retention chall enges, especially for

fixed-wi ng avi ators.

The Navy has devel oped conpensati on proposals to address

Service-specific retention shortfalls and regain the high ground
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inthe retention battle. W are seeking greater flexibility
under Title 37 to devel op new conpensati on prograns and nore
efficiently apply imted resources where and when they are
needed. Aviation Career Continuation Pay (ACCP) is one such
initiative. Tied directly to force structure, ACCP woul d neet
the retention challenge at every critical point throughout an

avi ation career by rewardi ng aviators for superior performance
and increased responsibility. This proposal is currently at OSD

for formal service comrent prior to subm ssion

PAY AND COVPENSATI ON

Mai nt ai ni ng a conpetitive, conprehensive mlitary
conpensati on package is critical to neeting our recruiting and
retention goals. These goals are becom ng increasingly
difficult in the face of a flourishing econony, record | ow
unenpl oynent, and a decreasing propensity to serve in the Arned
Forces. Exit surveys and a Navy Personnel Pay Survey of
approxi mately 4,000 Sailors conpleted in January 1999 show t hat
our Sailors and Marines are increasingly concerned about the
disparity in conpensation between the mlitary and the private
sector. Regardless of the challenges awaiting us in the new

mllennium a strong course change is required nowif we are to

11



avoi d severely inpacting the readi ness of our Navy and Mari ne

Cor ps.

The Pay Triad

The Departnent of the Navy fully supports the President's
pay and conpensation Triad. The plan provides for a 4.4 percent
basic pay raise, pay table reformwth targeted raises up to 5.5
percent above the basic pay raise, and anendnent to the Mlitary
Retirenent Reform Act of 1986 (REDUX) to restore 50 percent of
basic pay at conpletion of 20 years. Al three elenents are
integral to recruiting and retention success. For exanple, on
t he Navy Personnel Pay Survey, the majority of our enlisted
menbers indicated that both basic pay and retirenment were
i nportant considerations in their decision on whether or not to
stay in the Navy, with retirenment increasing in inportance

relative to proximty to retirenment eligibility.

Speci al Pay and Bonuses
The Triad is critical to addressing broad recruiting and
retention concerns, but additional efforts are required to
ensure adequate retention in many of our undermanned, highly
skilled warfare specialties. Special and incentive pays and
bonuses have historically been an effective way to target

specific skill shortages. Several proposals concerning these

12



pays are currently under review by the Ofice of Managenent and
Budget. They are designed to work in tandemw th the pay and
retirenment package. This year, we are seeking increases in the
maxi mum aut hori zed |l evels for the Enlisted Bonus and Sel ective
Reenl i stment Bonus to hel p address our recruiting and retention
shortfalls. As discussed previously under retention, the
Departnent of the Navy is al so seeking two new continuation
bonuses to inprove retention within unrestricted |ine
communities, one for our Surface Warfare O ficers, another for
our Special Warfare Oficers. 1In addition, we are seeking an
increase in the authorized maxi mum for Nuclear O ficer Incentive
Pay and legislative flexibility for Aviation Continuation Pay.
These special and incentive pay authorities are a critical part
of the total conpensation package for targeted job skills and

experience | evels.

It was a pleasure to testify before this subcommttee

several weeks ago on pay and retirenent issues. Thank you for

your pronpt action in addressing the Departnent’s concerns.

TRAI NI NG

The Departnent needs a potent Navy-Mrine Corps team

capabl e of responding to increasingly diverse and sophisticated

13



operating environnments. Tonorrow s force nust be adaptabl e and
extrenely capable. Potential scenarios include decentralized
operations, smaller crews, increasingly sophisticated and | et hal
weapon systens, and unpredictable environnments. This demands a
hi ghly trained, broadly educated, and exceedingly proficient
core of individuals nolded into cohesive teans to performa w de
variety of mssions. Intensive training and education are

central to achieving and maintaining such a force.

The Naval Services are committed to training that emul ates
the operational environnment and instills the warrior's ethos of
t eammwor k, endurance, sacrifice, and dedication. |In this regard,
the Departnment of the Navy is instituting fundanmental changes to
the way we train by focusing on the foll ow ng objectives:

reduci ng the infrastructure cost of training and educati on;

i ncreasi ng personnel readiness; and

maki ng training an ongoing priority for every Sailor and

Mar i ne.
Qur current training infrastructure is being nodernized and nade
nore efficient to take advantage of a host of new technol ogies.
| nvestnents in these training technol ogies, focused curricul a,
nodel i ng and simulation, and a shift toward increased training
in an operational setting will better support the preparation of

today's Sailor and Marine. The net results wll be an enhanced

14



ability to teach a broad foundation of know edge, an increased
speed of |earning, greater technical proficiency, inproved
realismof training scenarios, access to special situationa
know edge, and focused renediation in order to mnim ze

attrition.

Basi ¢ Training

Initial training for officer and enlisted personnel nust
provi de the basic el enents of |eadership and personal
responsibility, as well as prepare themto handle increasingly
di verse operational environments —from Arctic and desert wastes
to urban "canyons" and | abyrinths. The focus on building strong
foundations in character, integrity, and | eadership during
recruit training and initial officer training lies at the heart
of a career-long conti nuum of education. Decentralized
operations, increasing weapons lethality, and conplex and vari ed
environnments require innovative and resourceful individuals
capabl e of making tinely, effective decisions under pressure.
The updated Battle Stations in Navy recruit training and the
Crucible in Marine Corps recruit training are dedicated to
instilling a coomon set of Core Val ues, overcom ng nental and
physi cal chall enges, and fostering unit cohesion and teamorKk.

Battle Stations and the Crucible were specifically designed to

15



provide a defining nonent in the transformation of young nmen and

wonen into Sailors and Mari nes.

Navy and Marine Corps basic training is designed to best
nmeet the needs of their respective operational environnments and
mssions — to train as they fight. The Navy conducts basic
training in a gender-integrated manner to best prepare recruits
for the integrated shipboard environment, while the Marine Corps
IS gender-segregated. The Departnment of the Navy believes
strongly that each Service should retain the flexibility to
structure its training to satisfy the specific and sonetines

uni que needs of that Service.

Advanced M litary Education

Integration of Professional MIlitary Education (PME) and
| eadership training wwth tactical and strategic warfare
education throughout an officer's career is essential in neeting
t he Departnent of the Navy's m ssion. Providing advanced
educati on opportunities for Navy and Marine Corps officers is
critically inportant as the Services transition to nore conpl ex
network centric warfare and operational maneuver doctrines and
supporting tactics, techniques, and procedures. Education in
strategic, operational, and tactical levels of warfare is being

strengthened to prepare officers to integrate their

16



under st andi ng of the wide range of 21St Century naval warfare.
Expansi on of off-canmpus professional mlitary education
opportunities, devel opnent of distributive |earning options for
graduat e education, and noderni zati on of advanced education | abs
and libraries increase flexibility in critical education areas
for tonorrow s | eaders. |Inplenentation of the new Operational
Pl anner course at the Naval War Coll ege highlights the Navy's
comm tnent to producing astute tacticians and | eaders.
Furthernmore, the Navy has inplenmented its Foreign Area O ficer
(FAO program which conbines formal education with overseas
assignnments in an effort to develop a cadre of regional experts.
These area specialists are essential to furthering the nation's

engagement strategy.

The Marine Corps Total Force Distance Learning programis
forging a worl dwi de network of satellite canpuses to nmake
conti nui ng education accessi ble for everyone. The Marine Corps
University (MCU) inproved its approach to PME through di stance
| earni ng by establishing the College of Continuing Education
(CCE) in 1997. Enploying the higher education resources of the
MCU, the CCE inproves traditional correspondence-based di stance
education prograns in conjunction with the Marine Corps
Institute, while | everaging nultinedia technol ogy, such as the

Marine Corps Satellite Education Network, to inprove course

17



delivery. Additionally, the Marine Corps makes extensive use of
prograns |ike the MAGIF Staff Planning Program (MSTP). MSTP is
an instructor and evaluation cell that travels to respective

Di vi si on- equi val ent and above commands to train and educate
commanders and their staffs in operational planning and

executi on.

RESERVES

The Naval and Marine Corps Reserve are nore relevant in the
Total Force than at any tinme in recent history. They are an
integral part of the Departnent of the Navy's day to day
operations. At any given tine, Naval and Marine Corps
reservists are hard at work, either in their own right doing
m ssions wholly allotted to the Reserve Conponent, or fully
integrated with their active counterparts. Al of our forces
have cone to appreciate the roles and instrunental positions the
reserves of today have assunmed. This reliance is another
i ndi cator of the Departnent of the Navy's recognition of the
need to nore conpletely utilize our resources, as well as the
Active Conponent's acknow edgnent of the value of today's
reservists. | believe we now have a conposite force that can

meet operational support requirenments. Although today's force

18



of citizen Marines and Sailors is the smallest in recent

hi story, it has becone the nost able.

For FY0O, the Naval Reserve will be reduced to 90, 288, and
| expect only mnor adjustnents to this as we stabilize to an
appropriate mx of force structure and personnel. This is in
consonance with Active Conponent reductions, and better reflects
the overall requirenents of the Naval Service. The Marine Corps
Reserve, pursuant to the QDR, drew down to 40, 842 during FY98
and will continue the reduction to 40,018 in FY99, on the way to

achieving an end strength of 39, 000.

Contri butory Support

The concept of Contributory Support is official Departnment
of Defense policy. It established a newway of life in the Navy
in which reserve billets are not necessarily tied to
mobi | i zation, but to acconplishing the Navy's m ssion today.
Qur reserve forces are not only a "force in readi ness" but also
a "force in use." Across the globe, reservists are answering
the country's call in these demanding tinmes, and are providing
the active forces with invaluable and historically high |evels
of augnentation and OPTEMPO relief. This bilateral utilization
of ready and trained assets effectively ends the "nobilization

onl y" paradi gm about reserves and recogni zes anot her facet of
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the forces at hand. As a result of this paradigmshift, the
overal |l readiness and cost effective use of the Navy and Mari ne
Corps' Total Force team has dramatically inproved. The Navy's
Commanders, and especially the G nCs, are united in their view
that reserve support is vital in sustaining and perform ng the
Navy's m ssion. Qur Reserves are fully engaged and Contri butory
Support has becone one of their preem nent m ssions. A
representative exanple of Naval and Marine Corps Reserve support

is sumuari zed bel ow

Naval Reserve Force (NRF) ships continued to provide worl dw de
support to the Active Conponent in real world contingencies
and nmulti-national exercises. For exanple, NRF ships help
OPTEMPO for Active ships by participating in counter-narcotics

operations, UNI TAS, and Great Lakes cruises.

Naval and Marine Corps Reserve forces participated extensively
in counter-narcotics operations. Mrine reservists were

responsi bl e for 50% of the Marine Corps effort.

Naval Air Reserve squadrons provided 100% of the Navy's
adversary support and intra-theater organic airlift, including
conti nuous detachnments in Sigonella, Sicily, and Atsugi,

Japan.
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Mari ne Corps reservists provided nearly 800 man-years of
support in FY98. Participation in exercises such as "Strong
Resol ve" and "Cope Thunder" continue to account for much of
this support, but support of operations increased with Marine
Reserves depl oyed to Panama for the SOUTHCOM security m ssion
and others recalled under Presidential Selected Reserve Callup
(PSRC) for support of "Operation Joint Guard" and "Anvil

|1/ Desert Thunder."

Reserve Maritime Patrol squadrons provided year-round coverage
of three forward depl oyed aircraft and three aircrews
primarily contributing toward the national "War on Drugs"

effort.

Portions of the Naval and Marine Corps Reserve participated in
Secretary of Defense funded civil-mlitary prograns that not

only increased readi ness, but hel ped the community.

To facilitate future support efforts, the readi ness and

noder ni zati on needs of the Naval and Marine Corps Reserve nust

continually be addressed and revi ewed.
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QUALI TY COF LIFE

The Navy and Marine Corps comunities offer Quality OF Life
(QOL) programs that are an integral part of the career benefit
package. These Quality O Life benefits continue to be key
elements in the recruitnent and retention of the All-Vol unteer
Force, and we believe that noney spent in these areas has a high

return on i nvestnent.

My office, in concert with the Navy and Marine Corps, has
made a conmtnment to an ongoing effort to identify baseline QCL
standards and to resource QCL prograns to neet those standards.
In 1995, we conpleted a conprehensive assessnent of non-housing
QOL prograns and identified a significant disparity between
installations and regions in ternms of the level and quality of
Q0L services provided for our servicenenbers. 1In the
intervening years, the Departnment has devel oped and updat ed
i ndi vidual Master Plans for each non-housing QOL program and has
est abl i shed m ni nrum program and fundi ng standards, wth the
over-arching goal of providing nore equitable QOL benefits from
| ocation to | ocation. These Master Plans have been used in the
pl anni ng, progranm ng and budgeting process to justify and
defend the resources needed to preserve the funding for these

progr ans.
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Regi onal i zati on

As reflected in the individual QOL Master Plans, our
strategic goal is to provide an acceptable |evel of basic QCOL
services to all servicenenbers and their famlies, regardl ess of
duty assignnent. Besides devel oping the individual QOL program
st andards and resourcing our prograns to neet those standards,
there are currently two other neans we are using to achieve this
goal. The first is our regionalization initiative.
Regi onal i zation efforts are on-going in many Navy fl eet
concentration areas such as Jacksonville, Pensacola, San D ego,
Seattle, Pearl Harbor and Japan. The primary goal of
regionalization is to reduce the nunber of claimnts providing
base services in a region to one, elimnate duplicative
functions and realize efficiencies gained through a single
regi onal commander. Regionalization will foster equity of QOL
prograns and services frominstallation to installation within

that region, as well as between regions.

LI FELi nes
The LIFELines initiative is the second key vehicle to
provi de an acceptable | evel of QOL services to al
servi cenmenbers and their famlies regardl ess of duty |ocation.

LIFELines is a joint mlitary services partnership for QCL
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support services delivery using two fornms of electronic

communi cations -- the Internet and tel evision broadcasting. By
| everagi ng the power of partnerships and nodern

t el ecommuni cati on technol ogi es, LIFELines and its partner

organi zations are bringing a full range of QOL support services,
i nformati on, distance |earning, reinvented QOL business
practices and other QOL resources to eligible personnel — at
sea, ashore and in renote and isolated |ocations -- 24 hours a

day, seven days a week.

Both the QOL Broadcast Network and the QOL Mall were opened
to the public via the Internet on January 27, 1999 at

wwwv. | i felines4gol.org. Mre than “just a nice website,”

LI FELines is a conprehensive, multi-nedia “Smart Access”
delivery systemthat will provide a full range of QOL support
services. Not only can users find valuable information about
QL prograns, they are also able to performelectronic
transactions, receive online training or counseling, “ask an
expert” about a QOL issue, and performother interactive
functions. Although currently in the beginning stages of
construction, the LIFELines QOL Mall (on the Internet) and the
LI FELi nes QOL Broadcast Network (tel econferencing, satellite
broadcasti ng and cabl e tel evision) are al ready hel pi ng overcone

traditional barriers to QOL support services delivery including
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transportation, child care, work schedul es, geography, privacy

concerns and the stigma sonetines associ ated with seeking hel p.

Presently, LIFELines has six major partner organizations
(Navy, Marine Corps, Coast Guard, DoD QOL Executive Commttee,
Navy- Mari ne Corps Relief Society, and the Imm gration and
Nat ural i zati on Service). Although originally spearheaded by the
Department of the Navy, LIFELines is expected to expand beyond
t hese partnerships to provide the DoD Total Force -- active
duty, reserves, retirees, civilians, and famly nmenbers -- with
equal access to high quality QOL services regardless of duty
| ocati on. Much of the information contained in the QOL Ml
wll also be available and useful to the general public, and the
Departnent is proud to share this exciting initiative with the

Anmeri can peopl e.

Moral e, Welfare and Recreation (MAR)

We have made significant strides in the past few years in
the delivery of our MAR prograns and services to our people. 1In
the FY98 President’s Budget, we significantly increased funding
to help neet DOD Category "A" and "B" appropriated funding
standards, inprove fitness centers and expand shi pboard
recreation and conputerized library prograns for every ship.

Navy’'s funding lines in these areas remain strong through the
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Future Years Defense Plan (FYDP). This increase in appropriated
dollars for MAR projects has resulted in direct inprovenents in
the quality of equipnent, facilities, and staffing of many of
our MAR activities. It has enabled us to pursue new program
initiatives like "Cinema at Sea," which brought "novie call™
back to the fleet with wi de-screen "state of the art" video
projection units, that our Sailors afl oat can enjoy together.
Wil e the Marine Corps has continually nade progress towards

meeting their funding goals, a need still exists to close the

gap.

Across the Navy and Marine Corps, we are enphasizing our
fitness, intramural sports, Single Sailor/Mrine, and high-
adventure outdoor recreation prograns to pronote unit
camaraderi e and provide viable alternatives to al cohol and
substance abuse. W are also inplenenting custonmer service
training prograns to inprove the delivery of our progranms to
Sailors and Marines. These initiatives should place MAR on

course to reach a high quality standard by the end of the FYDP

Chil d Devel opnent Servi ces
The Mlitary Child Care Act of 1989 has produced an
excel l ent and affordable child care system for our Navy/ Marine

Corps famlies. Because of the level of quality and
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affordability, however, neeting the high demand for child care
with an i nadequate capacity continues to be a primary chall enge.
In 1995, DoD selected Navy as the Executive Agent to test the
viability of outsourcing child care services. Wrking with the
Department of Labor and our own Ceneral Counsel, we have
overcone reqgul atory inpedi nents and now have contracts to “buy
down” or subsidize rates paid by mlitary menbers in top quality
civilian child care centers. This test programis in various
states of execution in the fleet concentration areas of Norfolk
and Jacksonville. W are also enlarging our Famly Child Care
programto include spouses living in off-base housing. |n our
test areas, we are using appropriated funds for direct cash
subsidies to Famly Child Care providers to ensure affordability
for parents and to incentivize child care providers. Over the
past year, we conpleted a Commercial Activity study in the San
Di ego region that included ten Navy and two Marine Corps bases.
The study concluded that it was nore cost-effective to operate
the internally managed governnment programthan to use the
private sector. W believe we successfully achieved the primary
goal of this study, which was to expand capacity within
avai |l abl e resources without sacrificing quality. Al these
initiatives seek to deliver high quality, cost-effective child

care services to our DoN fam i es.
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Single Sail or/Marine Program

In the past, our efforts to neet the QOL needs of our
single Sailors and Marines were often indistinguishable from our
efforts to assist our married personnel and their famlies.
However, we have | earned that the needs of our single
servi cenenbers are frequently quite different fromthose of
their married counterparts, and that neeting those needs can
often play a key role in the single servicenenber’s job
satisfaction, norale and retention. As a result, we are now
wor ki ng on several initiatives that focus specifically on the
single Sailor/Marine. These initiatives include inplenenting
“Right Start,” a program designed to teach |eisure and soci al
skills devel opnent for new Navy personnel; establishing the
Single Marine programat all 18 installations in FY99; and
equi ppi ng every Navy ship and submarine with Learning Miltinedia
Resource Centers and top-quality recreation and fitness
equi pnent. This past year we al so opened a “student union”
prototype for our single Sailors at Naval Training Center G eat
Lakes. This facility provides a nyriad of |eisure, social, and
educational opportunities for our predomnately first-term
Sailors. W remain commtted to seeking out and providing

quality prograns geared towards the single Sail or/ Marine.
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Exchange Operations

The Navy and Mari ne Corps exchange operations continue to
provi de an inportant non-pay benefit through the provision of
nonappropri ated fund support for MAR prograns and goods and
services at |less than commercial rates. Under pressure from
conpeting commercial retail providers, each of our exchange
systens i s undergoing significant retooling and internal
restructuring. The Navy Exchange System for exanple, has
dedi cated approximately $65 mllion in nonappropriated funds to
noder ni ze their Automated Data Processing operations to include
standard el ectronic point-of-sale, distribution and inventory
systens. The Marine Corps has newWy built or recently
refurbished all but one of their main exchanges and continues to
move forward in upgrading their Automated Data Processing
systens. Both exchange systens are continually rolling out new
initiatives to inprove their operations and support our
personnel. For exanple, the Navy Exchange has established a
contract that provides phone service for personnel at sea that
only costs one dollar per mnute. The ability to stay in touch
with | oved ones has been a trenmendous noral e booster. The
Mari ne Cor ps Exchange has increased training by 300 percent over
the past three years. |Included in these efforts are

establi shnment of a | eadership training continuumfor managers
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and a world class custoner service training programfor al

personnel .

These sel f-inprovenent efforts are occurring sinultaneously
with a larger effort by the Services to conduct a conprehensive
review of our collective exchange systens. This review, which
we refer to as “The Due Diligence Study”, will provide
recomendati ons as to how we can provi de the best possible
service to our patrons, operate nost efficiently and continue to
provi de nonappropriated fund support to our MAR progranms. W
expect the study to be conpleted in the April/May 1999 tine

frame and | ook forward to sharing the results with Congress.

Vol untary Educati on

The Departnent needs to recruit and retain quality people
and offer them sonmething that will nmake them choose the Navy and
the Marine Corps over civilian sector enploynent. One of the
best ways we can attract -- and keep -- personnel is by
providing themw th educational benefits. Recruit surveys
consi stently show that assistance in obtaining further education
is atop reason for enlisting. An inportant Center for Naval
Anal yses study al so showed that Sailors who participate in
Vol untary Education prograns while on active duty had

significantly higher reenlistnment rates than those who did not.
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In recognition of these facts, we have placed greater
enphasi s on enhanci ng our Vol untary Education program conponents
and to standardi zing the programso that Sailors and Marines can
be assured of a basic |evel of services no matter where they are
assi gned t hroughout the world. For exanple, in FY98 we
supported the Departnent of Defense inplenentation of a
standardi zed Tuition Assistance policy, which for the first tinme
ensured that all servicenenbers sitting in the sane classroom
w Il pay the sane out-of-pocket cost for their coursework. This
builds on our earlier efforts to standardize Tuition Assistance
within the Navy and Marine Corps and sends a nessage to our
people that we are commtted to providing an adequate |evel of

resources for Tuition Assistance.

The Navy and Marine Corps have al so been commtted to
expandi ng educati onal opportunities for our deployed personnel
through a mx of traditional and distance learning initiatives.
The Navy has expanded the Program for Afloat Coll ege Education
(PACE), which provides college courses through both traditional
cl assroom and di stance | earning for depl oyed and renotely-
stationed personnel. Funding exists to ensure that PACE can be
avai |l abl e on all ships, deploying units and sel ected renote

sites, 365 days a year. The |atest PACE contract al so expanded
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the programto provide delivery of upper-division and graduate
| evel courses, and to include additional delivery systens such
as video tel econferencing and the Internet. This expansion
means that all deployed Sailors will have virtually the sane
opportunity to work on a coll ege degree as shore-based
personnel. The Marine Corps is providing a simlar opportunity
for its people through the expansion of the Mrine Corps
Satellite Education Network (MCSEN), a two-way video and audi o
connection where instructors can provide “real tinme” two-way
instruction to students at multiple sites sinmultaneously. Wth
MCSEN, Marines can continue their education w thout interruption
even if they are transferred to a new duty station or have

tenporary duty assignnents away from hone.

The Center for Naval Analyses (CNA) study al so showed that
approxi mately 30 percent of enlisted Sailors do not have the
grounding in basic academc skills such as reading, witing, and
mat hemati cs necessary to be ready for college work. In response,
t he Navy and Marine Corps have sharply increased their
comm tnent to providing academ c skills inprovenent for this
popul ation. Follow ng two very successful Academc Skills
Learning Center (ASLC) pilot progranms at Little Creek, Virginia
and Jacksonville, Florida, the Navy is hal fway towards its goa

to open a total of 52 ASLCs worl dwi de by 2001 to neet the basic
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educational needs of our Sailors and Marines, including their
adult famly nenbers assigned to overseas |locations. The Marine
Corps offers Academic Skills courses for their Mrines through
the MCSEN. In addition to the reading, witing, and mathematics
coursework that is currently being offered, basic science and
wor kpl ace skills have al so been added to the ASLC curricul um
Academ ¢ skills nodul es have al so been placed on PACE so that

shi pboard Sail ors can benefit fromacadem c skills inprovenent
as well. W are finding that this increased enphasis on
academ c skills inprovenent is a real success story. The
Center for Naval Analyses study found that academc skills
participants are nore likely to cross-rate to nore demandi ng
ratings and nore likely to reenlist than their counterparts who
did not participate in academc skills inprovenent. Sailors who
use the ASLCs are gaining an average of seven grade levels in

| anguage arts, three grade |levels in reading and over four grade

l evel s in mat hemati cs.

We already are starting to see an increased demand for
access to education due to these program enhancenents and
standardi zations. W are continuing to | ook for other ways we
can better standardi ze and organi ze the existing conponents of
the Vol untary Education programto make it even easier for

Sailors and Marines to get a degree. W expect that these
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conbined efforts will ultimately reap dividends in both
recruitnment and retention of quality personnel, as well as in
the increased readiness of a nore effective, productive and

fl exi bl e wor kf orce.

Retiree |ssues

Qur commtnent to our people does not stop once they have
taken off the uniformand |eft the service. The Secretary of
the Navy’s Retiree Council is a |long-established vehicle that we
use to take the pulse of the retiree cormmunity. The Retiree
Council is conposed of 22 retired Navy and Mari ne Corps nenbers
who are selected to reflect the diverse make-up of the retired
comunity. Once a year, they neet in an annual session to
consi der issues of inportance to the entire Navy and Mari ne
Corps retiree comunity. At the end of their week in
Washi ngton, the Council issues a report to the Secretary that
contains specific recoomendations for action. |In the past, the
Counci| has asked for our advocacy on inportant issues such as
COLA equity and maintaining the integrity of retired pay,
Medi care subvention, elimnation of source taxes, and the
establishment of retiree-funded dental insurance. W have
consistently supported them on these issues and many ot hers,
sonme of which, such as establishing dental insurance and

el imnating source taxes, have nmet with success.



| mproving the access to nedical care for our over-65
Medi care-eligible beneficiaries continues to be a nmajor concern
of our retirees. This issue will be discussed in greater detai

in the Health Care portion of this statenent.

Fam |y Service Centers

Qur 62 Navy and 19 Marine Corps world-wide Famly Service
Centers (FSCs) are a source of mmjor support for single and
married service nenbers and their famlies. Staffed with over
2,000 dedi cated counselors, comunity information and referral
specialists, and life skills educators, FSCs provide support
services that help service and fam |y nenbers prevent and dea
effectively with various types of crises. Depending upon
ci rcunstances, these crises can include suicide, sexual assault
and rape, famly violence, personal financial matters,
unenpl oynment, parenting difficulties, relationship problens, and

mass casual ty scenari os.

Fam ly Service Centers also help single and married service
menbers and their famlies prepare for and cope wwth mlitary
nmobi | i zati ons, depl oynents, separation, relocation, and major
life transitions. By providing information, training and

assi stance on such topics as famly care plans, allotnents,
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fam |y support groups, Orbudsnmen and Key Vol unteer services,
sponsorshi p, “snooth noves,” cultural adjustnment, deploynment
support, and community resources and activities, service and
famly menbers can becone nore self-sustaining and satisfied

with their overall quality of life.

Fam |y Advocacy Program

The Departnent of the Navy views famly violence as a
| eadership issue. W expect each service nenber to take
personal responsibility for the safety, health and well -bei ng of
his or her famly nenbers. Cearly, the abuse of famly nenbers
i's unacceptabl e and i nconpatible with our Core Val ues of Honor,
Courage and Comm tnent. CQur Navy and Marine Corps policies and
| eadership training reinforce this nmessage at every level within
the chain of command. The Navy and Marine Corps al so require
on-goi ng | eadership invol venent, prevention activities, victim
safety and support, offender accountability, rehabilitation
education and counseling, and comunity accountability for

appropriate, consistent responses to each violent incident.

One initiative that has reaped positive results for both
the Navy and Marine Corps in preventing spouse and child abuse
is the New Parent Support Program (NPSP), a highly effective

home-visiting prevention education programfor parents of new
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babies. NPSP is |located at nore than 60 DoN installations. W
are al so teaching our |eaders and community nenbers about the
scope of the famly violence problem the underlying causes of
abuse and available mlitary and civilian community resources.
Finally, we continue the inplenentation of coordinated
initiatives which integrate the efforts of famly support and
medi cal professionals, |aw enforcenent and investigative
personnel, victimadvocates, chaplains, command | eaders and
community nmenbers in preventing and intervening in incidents of

famly viol ence.

Conti nued strong Congressional support for famly viol ence

prevention and response progranmng i s greatly appreciated.

HEALTH CARE

The Departnent of Navy is comnmtted to delivering quality
health care for our Sailors, Marines, famly nenbers, retirees
and their famlies. Wether it is care at sea, on the
battlefield, in a naval hospital, or through TRI CARE, the
delivery of nedical care and force health protection are
i nportant to maintaining operational readiness and neeting our

many and diverse mssions. Quality nedical care is vital to
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keepi ng our nmen and wonen physically and nentally prepared to
carry out their jobs. Health care inpacts readiness, quality of
life and retention. Qur Sailors and Marines must know that they
wll be well taken care of should they require nedical

attention. Just as inportantly, they need to know that their
famly menbers will receive quality nmedical care when they need

it.

TRICARE - DoD s triple option managed health care program —
is now fully inplenented worl dw de. This program continues to
be an inportant conponent in neeting our commtnent to providing
qual ity nedical services. Unfortunately, there have al so been a
nunber of problens. On the positive side, TRI CARE has brought
with it opportunities to inprove access, uniformty of benefits
and cost-effectiveness of our nedical progranms while maintaining
medi cal readiness. TRI CARE al so represents a fundanental
cultural change in our health benefit program and, in many
respects, how our people receive their nmedical care. W
recogni ze that our beneficiaries need TRI CARE education so they
can understand how t he system works and nake i nforned choices.
We are also working with our TRI CARE providers to ensure they
have the right training and know edge, since they are often in

pivotal roles in advising patients about the program All
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beneficiaries need access to clear, unconplicated information

about their health benefit program

We are working with the Assistant Secretary of Defense
(Health Affairs) and the other Services to inprove TRl CARE and
make the programinprovenents that are needed. TRI CARE has
encountered start-up problens in standing up new regions and the
TRI CARE Managenment Activity, the Services, regional |ead agents,
and the managed care support contractors have been worki ng
together to inplenent inprovenent initiatives. Wile we have
been successful in correcting many of these initial problens, we
continue to focus on ensuring access, network, and cl ai ns
processi ng standards are net as well as nonitoring beneficiary
satisfaction wwth TRICARE. W nust al so apply | essons | earned
for subsequent regional contracts and inplenent best business

practices.

Anot her inportant focus for the Departnent of the Navy is
i nprovi ng access to nedical care for our over-65 Mdicare-
eligible beneficiaries. Last year, the Secretary of Navy's
Retiree Council again expressed concern about access to health
care for retirees. W are encouraged by the response to the
TRI CARE Seni or Prinme denonstration project and | ook forward to

participating in all the recently directed congressional test
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prograns. These prograns, as well as a recent study conducted
by the Center for Naval Analyses, will help provide val uabl e
information for assessing the full range of options for

i nproving access to health care for these beneficiaries.

The ability to neet the demands of delivering nedical care
requi res inprovenent in business practices. W continue
| everagi ng our technol ogy advances in the area of tel enedicine
to provide better access to nedical facilities for patients and
provi ders. Enphasis on prevention, wellness, education and
health pronotion is also paying off by reducing injuries and
encouraging healthy lifestyles. W are also nmaki ng changes at
our nedical facilities to reduce inefficiencies and streanline
operations. Navy is working closely with the other Services and
Department of Veteran's Affairs in integrating health care
servi ces when such changes i nprove our capabilities to provide
quality, cost-effective health care. This focus on
col | aboration and partnering has proven critical in making the
best use of resources and inproving access to health care

servi ces.

Quality remains the cornerstone of Navy Medicine. The nen

and wonen who conprise Navy Medicine are anong the nost

dedi cated and best-trained health care professionals in the
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Nation. Everyday, in |locations around the world, these

i ndividuals provide state-of-the-art, quality nedical care to
our beneficiaries. Qur innovative clinicians and researchers
are making contributions that enhance the quality of our nedi cal
prograns. For exanple, this year naval nedical researchers nmade
significant progress in devel oping a vaccine against malaria, as
wel | as advances in the restoration of noise-induced hearing
loss. W are conmtted to innovation within our system and have
put aggressive progranms in place that ensure the highest quality
health care prograns are maintained, with a renewed focus on
custoner satisfaction and service. W are proud of Navy
Medi ci ne and the top-quality health services provided to

Sailors, Marines, famly nenbers, and retirees.

CHARACTER AND ETHI CS/ CORE VALUES

The Departnent of the Navy's core val ues of Honor, Courage
and Comm tnent are the guiding principles for standards of
behavior in the Navy and Marine Corps. Qur core values are not
just about followi ng rules and regul ations, they are about doing
the right thing because it is the right thing to do; about
com ng together as a team- treating each other wwth dignity and

respect. Adherence to the principles of Honor, Courage and
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Commtnent is critical to maintaining the Department of the
Navy's solid foundation of trust and | eadership. Qur core

val ues are the essence of all the things that nake the Navy and
Marine Corps great, and we are working hard to ensure they
remain at the forefront of every decision nade by each Sail or,
Marine and civilian in the Departnent of the Navy. W firmy
bel i eve that people who are trained and | ed by those who nodel
core values will be inspired to achieve those sane high
standards of character and integrity. Qur goal is for constant
proj ection and consistent reinforcement of our core values on a

Depart ment -w de, career-|ong basis.

Equal Qpportunity
Qur goal in this area remains the sanme: Provide al
Department of the Navy personnel with the opportunity to |earn,
grow and achi eve regardless of their race, color, religion,
gender or national origin. Navy and Marine Corps |eaders are
commtted to eradicating discrimnation, as well as other forns
of unethical and unprofessional behaviors that negatively inpact

nmoral e or unit cohesi veness.

Department of the Navy equal opportunity prograns are

designed to bring all fornms of unlawful discrimnation, both

overt and covert, to an end, thereby preserving the dignity of
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each Sailor, Marine and civilian. Any formof discrimnation or
harassnent is a threat to the noral e, readi ness, and wel fare of

an entire unit and will not be tol erated.

To assess the effectiveness of our Equal Opportunity (EO
prograns we have conducted Service-w de system checks through
surveys and focus groups. Differences between mgjority and
m nority accessions, pronotions, educational opportunities,
separations, retention, assignnents, conplaints, and
di sciplinary actions are actively tracked and anal yzed to
identify any disparities and determ ne how best to overcone

t hem

The principles of equal opportunity are stressed in a
nunber of training courses. The Navy's Leadership Conti nuum and
Mari ne Corps' Leadership Devel opnent Prograns are two exanpl es
of service-w de, career-long training that cover a w de range of
| eadershi p i ssues including equal opportunity and sexual
harassnent prevention, while enphasizing high standards of

character and professional behavior.

The "Enhanced Qpportunities for Mnorities Initiative" is a

significant initiative in the equal opportunity arena. The

intent of this initiative is to ensure highly qualified
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mnorities are recruited and retained in the Navy and Mari ne
Corps, at arate that will result in a better reflection of the
projected racial and ethnic conposition of our country by the

year 2025.

Sexual Harassnent/Fraternization
The Departnent of the Navy received its wake-up call on

sexual harassnent early. W have worked very hard to elimnate
sexual harassnent and related fornms of unprofessional behavior.
Qur prograns and policies enphasize that sexual harassnent,
fraterni zation, and other abuses of power are prohibited, result
i n decreased productivity and norale, and will not be tolerated
in our Navy and Marine Corps. W viewthis as a readi ness issue

and are commtted to continued vigilance in this area.

The foundation of our strategy to conbat sexual harassnment
and ot her unprofessional conduct is a reaffirmation of our Core
Val ues. We believe that a strong enphasis on maintaining the
hi ghest standards of character and ethical behavior will lead to
a decrease in unacceptabl e behaviors and an increase in
effective m ssion acconplishnment. W are working to ensure this
policy is clearly comrunicated to all levels of the chain of
command, throughout the Navy and Marine Corps, and that each new

recruit, officer and civilian enployee is nade aware of it soon



after reporting in. Departnent of the Navy efforts in this area
are w de-rangi ng and enconpass a nunber of initiatives which we
believe are making a difference in ensuring all people are

treated with dignity and respect.

The Standing Conmmttee on Mlitary and Cvilian Wnen in
t he Departnent of the Navy provides oversight of policies
relating to female Sailors, Marines and civilians, and makes
recommendations to the Secretary to ensure optimal integration
of wonen and effective utilization of their skills and
abilities. This commttee is made up of senior |eaders fromthe
Secretariat, the Navy, and the Marine Corps, and includes
representation fromthe Defense Advisory Commttee on Whnen in

t he Servi ces.

The Standing Commttee initially made 80 reconmendati ons,

27 of which directly relate to the prevention of sexua

harassnent, and we have been inplenenting these reconmendations
over the past several years. Noteworthy acconplishnments based
on conm ttee recomendations include the devel opnent of

conpr ehensi ve sexual harassnent policies for the Departnent and
Servi ces, enhancenent of Sexual Harassnent Prevention Training,
the establishnment of the Informal Resolution System (IRS) "Red

Li ght/ Yel |l ow Li ght/ G een Light" for resolving conplaints, and
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devel opnment of the Commanders' Handbook for investigating and
processing conplaints. Since 1992, we have operated the
Departnent of the Navy toll-free Equal Opportunity/ Sexual

Har assnent Advi ce and Counseling Line -- the first of its type
anong the Services -- which provides policy guidance,
information and referral services to mlitary and civilian
command representatives, victins, and those accused of sexual
harassnment. Since its inception, we have received over 4,000
calls from people, nost |ooking for policy information and

gui dance.

In terns of policy, we have a nunber of instructions
t hat cover sexual harassnment. Both the Navy and Mari ne Corps
updated their Equal Opportunity Manuals in 1996 and are updating
their manuals again this year. 1In 1998, we published a new
SECNAV Instruction on mlitary equal opportunity conplaints
processi ng, and our sexual harassnment instruction has been
revised to include policy on unlawful discrimnation. The
prohi bition of fraternization is addressed in several
di rectives, including Navy Regul ations, the Uniform Code of
Mlitary Justice, a Navy-specific instruction and the Marine
Corps Manual. Both Services conducted a review of their

fraterni zation prograns |ast year and continue to nonitor
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progress in comrunicating their policies clearly to al

personnel .

Training is obviously one of our nost effective tools in
the prevention of sexual harassnment and rel ated behaviors. CQur
training efforts begin with new accessi ons and conti nue
t hroughout each person's career. Al newrecruits, officer
candi dates and civilian personnel receive training in the
prevention of sexual harassnment within 90 days of reporting, and
attend training annually thereafter. Both the Navy and Marine
Corps are taking an integrated approach to address i nproper
conduct as well as positive behavior alternatives. Together
wi th Core Val ues awareness, information on sexual harassnent
prevention and prevention of other unacceptabl e behaviors such
as al cohol and drug abuse is included in a nunber of different

trai ni ng courses.

Qur enforcenent procedures are designed to ensure that
anyone who sexual ly harasses another will be held accountabl e.
We also are conmitted to ensuring that victins of harassnent
feel free to report an incident without fear of reprisal, and
that they are kept infornmed of the progress of an investigation.
Appeal procedures are clear and conpl ai nants are given the

opportunity to appeal their case up the chain of command.
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Finally, we nonitor our progress in preventing sexual
harassnment, fraternization and rel ated behaviors through a
nunber of assessnent tools. The Navy and Marine Corps each
conduct their own biennial surveys -- the Navy Equal Opportunity
Sexual Harassnent Survey (NEOCSH) and the Marine Corps Equal
Qpportunity Survey (MCECS) -- that provide a clinmte assessnent
on various equal opportunity issues. Current results indicate
that we have made progress and are noving in the right
direction, but that we nust not relax our resolve to rid our
Servi ces of sexual harassnent and ot her unacceptabl e behavi ors.
We al so nonitor our progress through various command

i nspecti ons.

Bot h of our Services have conducted focus groups at a
nunber of bases with |arge nunbers of wonen assigned, in the
U S as well as overseas, to determne if there are problens
i nvol vi ng sexual harassnent, fraternization or other
unpr of essi onal behaviors. This focus group effort has been so
successful that we continue to rely on this tool as a val uable
resource in nonitoring the equal opportunity climate in the Navy

and Marine Corps.
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Drug and Al cohol Abuse Prevention

We continue to nake significant progress in the war on
drugs within the Departnent of the Navy. Since we instituted
our "zero-tolerance" policy, drug use in the Navy and Mari ne
Cor ps has shown a steady decline. W are now focusing our
efforts on al cohol abuse prevention, which remains a significant
area of concern. Al cohol abuse inpacts operational readiness
and productivity, and is a contributing factor in incidents of
assault, rape, traffic fatalities, donmestic violence and
suicide. Qur strategy in countering al cohol abuse is ained at
degl anori zing the use of al cohol and pronoting a healthy

lifestyle.

The Navy's "Right Spirit" and the Marine Corps' "Senper
Fit" program enphasi ze al cohol degl anorization, responsible use
of al cohol, individual responsibility, healthy alternatives, and
command | eadership. "Right Spirit" and "Senper Fit" offer a
conprehensive curriculum requiring all personnel to denonstrate
the sane | eadership, responsibility and accountability with
regard to their lifestyle choices that we apply to readi ness
i ssues. The prograns al so provide support for Sailors and
Mari nes who request help before they are involved in an al cohol -

rel ated inci dent.
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The Departnent of the Navy's Standing Commttee on Al cohol
Abuse Prevention and Al cohol Use Degl anorization, established in
1996, brings together the senior mlitary and civilian | eaders
of the Departnent to review, devel op, and oversee al cohol policy
and prograns in support of our efforts to reduce al cohol abuse.
The Commttee al so nonitors accountability and punitive

regul ati ons and requirenents.

Wnen in the Departnent of the Navy
The Departnent of the Navy's commtnent to expanding
pr of essi onal opportunities for wonen in the Navy and Marine
Corps, coupled with repeal of the conmbat exclusion | aw, has
resulted in the opening to wonen of 96 percent of all Navy
enlisted ratings, 92 percent of Navy officer career fields and
93 percent of all Marine Corps officer and enlisted occupati onal

fields.

The total nunmber of wonen in the Navy at the end of
cal endar year 1998 was 50, 792, which includes 43,076 enlisted
wonen and 7,716 wonen officers. The Navy's Enbarkation plan
ensures a steady increase in opportunity for wonen on conbatants
while mnimzing the inpact to ships' crews and mai ntai ni ng
fl eet readi ness through close coordination of timng of

nodi fications and arrival of wonen. The transition to m xed
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gender crews is proceeding at a rate based on the avail able
nunber of wonen Sailors and the nunber of ships altered to
provi de wonen's berthing. More than 10,000 enlisted wonen and
895 officers are now assigned to 68 conbatant ships and 56 non-
conbatants. Additionally, wonmen officers (no enlisted) are
assigned to 29 nore conbatants. The nunber of m xed gender
(officer and enlisted) conbatant ships is projected to increase
to 85 by the end of FY00. Wonen are assigned to all 12 aircraft
carriers. The first wonen selected for command of a conbat ant
assunmed command in 1998 and wonen are currently in conmmand of

si x conbatants -- four LSDs, one FFG and one LST.

The Navy has 503 wonen aviators (45 tactical pilots, 41
Naval Flight Oficers (NFO in tactical aircraft) and 167 wonen
in aviator training pipelines, with 36 wonen in training
pi pelines for conbatant aviation. Wnmnen pilots assigned to an
F/ A- 18 squadron on board USS ENTERPRI SE partici pated in
Operation Desert Fox during which the first femal e Navy pil ot

| aunched a mssile in conbat.

The Marine Corps has 279 wonen officers and 3,849 enlisted
wonen in conbat-related units. Wnen Marine recruits are
required to conplete The Cruci bl e and wonen Marine privates

conpl ete Marine Conbat Training. Quite recently, yet another
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barrier limting the role of wonen in the mlitary fell as
enlisted wonen Marines, for the first time, shot |ive amunition
from heavy weapons in Marine Conbat Training. The Marine Corps
has 29 wonen aviators in conbat squadrons and conbat avi ation

trai ni ng pipelines.

In both the Navy and Marine Corps, recruiting, as well as
occupational and training standards, are gender neutral. A
significant benefit of the expansion of professional
opportunities to wonen has been the increased pool of qualified
personnel to fill operational billets. A larger pool of assets
means nore flexibility for the operational commander and
i nproved readiness to the fleet. Operational readiness is our

goal, and wonen hel p us achieve it.

Cl VILI ANS I N THE DEPARTMENT OF THE NAVY

G vilians make up about one-third of the Departnent's
popul ati on and are val ued nenbers of the Total Force team As we
approach the 21St Century, we are redefining our business
practices, including a careful |ook at what functions can be
outsourced. In 1989, the Departnent of the Navy enpl oyed about
354,000 civilian workers. Today we have approxi mately 207, 000

civilians, and expect further reductions will take us to a
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civilian work force of 174,000 by the year 2005. As we change
how we do business, we anticipate additional drawdowns,
real i gnnents, consolidations and closures. W wll continue
maki ng maxi num use of our authority to offer separation

i ncentives and assist any and all enpl oyees who nust be

involuntarily separated during this process.

Through it all, we have not |ost sight of the need to
consider our future civilian recruitnment requirenments and to
maintain a well-qualified civilian workforce that reflects our
Nation's diversity. The Departnment began a series of
coordi nated recruitnment prograns throughout the country that
have brought Navy and Marine Corps activities together with
coll ege and university students. Additionally, we established
speci al residential scholars prograns to expose outstandi ng high
school and coll ege students to our technical m ssions and

functi ons.

G vilian Leadership Devel opnent Program
The Departnent of the Navy Civilian Leadershi p Devel opnent
Program was established to deal wth the chall enges of
restructuring, downsizing, technol ogi cal changes, and new rol es
and m ssions. Additionally, it was designed to ensure that

mnorities and wonen are provided i nproved opportunities to
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acquire skills and abilities to enhance their conpetitiveness
for higher level positions. A framework was devel oped
identifying certain conpetencies that are required of good

| eaders. Commands and activities use this as a basis for
establishing formal | eadership devel opnent prograns. Mentoring
is a key conponent of the program because it provides a personal
di splay of interest and concern for the professional and

per sonal devel opnent of the nmen and wonen entrusted to our

| eadership. The G vilian Leadership Board assists in devel opi ng
the civilian | eadership devel opnent framework and overseeing its

i npl ementati on by commands and activities.

Fam |l y-Friendly Wrkplace Initiatives

The Departnent of the Navy is firmy conmmtted to enhancing
the quality of famly life for our mlitary and civilian
personnel by forging a nore dynam c and conpl enentary |ink
between their hone life and their work life. Famly-friendly
wor kpl ace prograns are an integral part of the Departnent's
efforts to remain a conpetitive enployer of choice in the 21st
century. These prograns are an essential ingredient in our
guest to retain and attract the best and brightest personnel.
The Departnent continues to be in the forefront of the Federal
tel ecommuting initiatives. W have nore civilian enpl oyees

utilizing the various General Services Adm nistration



Tel ecenters in the Washi ngton netropolitan area than any ot her
Federal agency. Many conmands outsi de the Washi ngton, DC
metropol i tan area have al so established tel ecommuting pil ot

progr ans.

G vilian Human Resources Managenent System Regi onali zation
Streamining the civilian human resources comunity wthin

the federal governnment is a major objective of the Nationa
Performance Review. For the Departnent of the Navy, this
i nvol ves restructuring headquarters and field organi zati ons and
i npl enenti ng Departnent of Defense-nmandated regionalization and
systens noderni zation. One of the challenges we face throughout
this transition is to continue providing quality civilian
personnel services to our managers and enpl oyees whil e gaining

maxi mum return to the Departnent.

We estimate that this initiative will result in a tota
savings to the taxpayer of approximately $148 million between
fiscal years 1997 and 2003. After fiscal year 2003, savings are
projected to exceed $40 million per year. W have established
ei ght Human Resources Service Centers to perform Human Resources
functions that do not require face-to-face contact between
service provider and custoner. Approximately 60 percent of the

functions performed in our Human Resources O fices are being
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realigned to these Human Resources Service Centers. New
civilian personnel servicing efficiencies and use of the |atest
information technology will reduce the overall size of the
civilian Human Resources comunity. However, we are confident
that involuntary separations wll be kept to a m ninmum through
the use of tinme-proven nethods such as voluntary attrition and

the priority placenent program

This reorgani zation initiative is an exanple of breaking
ol d paradigns and instituting new thinking in business
processes, as envisioned by the National Performance Revi ew.
After extensive analysis of facts and alternatives and with
continuing participation by diverse groups of stakehol ders, we
believe regionalization will give us the maxi numreturn on our
dol l ars because it elimnates duplication and standardi zes human

resources services.

CONCLUSI ON

I n conclusion, on behalf of our Sailors and Marines, | want
to thank you again for your continuing support for our nen and
wonen in uniform their famlies, our civilian support force,

and all our retirees and their famli es.
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As we conclude this mllenniumand ready ourselves to nove
into the next, I amproud to say we have the finest Fleet and
Marine Forces in this country's history. They are incredibly
bright, extrenmely dedicated, technically proficient, and norally
strong. They reflect the values this country was built upon, as
wel | as our core values. Qoviously, we have not solved all of
our problens, but we have nmade great strides, and we continue to
march in the right direction. W have policies and procedures
in place to deal with problens when they arise, and we w |
continue to refine themas we continue to learn from and i nprove

upon our past.

| hope that you will join ne in taking great pride in our
naval forces, renenbering that they represent an "All Recruited
Force". W are fighting one of our toughest battles to recruit
and retain these volunteers and your continued support is vital
to our success. These young nen and wonen represent our future,

and fromwhere | stand, that future | ooks very bright indeed.
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